Abstract
Introduction
This paper investigates the relationship between part-time work and job satisfaction using a recently fielded household survey in Honduras. To our knowledge, no previous studies have explored the nexus between job satisfaction and hours of work in a developing economy, although several papers have recently estimated this relationship for a number of developed countries (Booth and van Ours, 2008; Connelly and Gregory, 2008; Frijters et al., 2004a) .
1 Yet, increasing female participation and part-time work in Latin America (IDB, 2008) suggest that the issue of how households balance work and family is a relevant one, particularly in a region like Latin America where social and cultural norms regarding gender roles are likely to be more binding than in developed economies. women is higher in Argentina, Uruguay, Paraguay, Peru, Bolivia, Guatemala and Honduras (around 55 percent) and lowest in El Salvador (29 percent) during the same period (see Figure   1 ). 4 Across countries, part-time work is associated with higher participation of youth and older workers, especially of women, in the labor force (see Figure 2 ). This suggests that part-time work may be an employment option that allows women to combine paid work with other activities. However, it might well be a refuge for those women that cannot find a full time or 1 Previous job satisfaction studies frequently include hours of work as a control, which typically have a negative effect on job satisfaction (Clark, 1997; Clark and Oswald, 1994; Sousa-Poza and Sousa-Poza, 2003; Van Praag and Ferrer-i-Carbonell, 2004; Clark and Senik, 2006) . 2 Given the lack of panel data in Latin America, we cannot fully assess whether this increase in part time work is due to (i) a higher inflow of women in the labor force or rather (ii) full-timers taking up part-time jobs over time.
Evidence suggests (as shown in Figure 2 ) that increases of participation have been association with increases in part time jobs, providing some support for the first hypothesis. 3 World Bank Group, Gender Statistics available at: http://genderstats.worldbank.org/genderRpt.asp?rpt=labor&cty=LAC,Latin%20America%20Caribbean&hm=home2 4 IDB (2008) available at www.iadb.org/sociometro formal job. It is therefore important to assess whether this work pattern is welfare-enhancing to the individuals concerned, and whether there are important differences between women and men.
We are particularly interested in documenting the extent of the gender differential in job satisfaction across full and part time jobs when accounting for differences in job characteristics across gender. One important feature of this new survey is that, in addition to objective job characteristics typically found in labor force surveys (hours of work, earnings, industry firm size, tenure or occupation), the survey provides information on individuals' self-reported assessments regarding a large set of job characteristics (job security, promotion and growth prospects, whether the individual feels well-remunerated, and whether the job is stressful, dangerous or monotonous, among others). We also account for differential selection into jobs for men and women.
If individuals make their choices optimally, they would choose the option (full-time or part-time) that they prefer the most, those who are in full-time work should be, everything else equal, as satisfied in their jobs as those who are working part-time, or not in the labor force (Frijters et al, 2004b) . However, individuals operate within a number of constraints, which may restrict their choices, and force them to accept less desirable jobs or remain in them; these constraints may in turn be different for women and men. Comparing job satisfaction, as a measure of welfare at work, across gender and types of work allows us to assess gender differences in preferences but also in constraints.
In terms of preferences; both social customs and conditioning might lead to significant differences in work preferences between women and men, and affect the gender division of labor. As argued by Akerlof and Kranton (2000) , society's prescription about appropriate modes of behavior for each gender might result in women and men experiencing a loss of identity. Men might be more satisfied working in full-time jobs and women in part-time jobs, since both are adopting modes of behavior dictated by custom. Women might be more satisfied working in part-time jobs because such jobs allow them to gain self-esteem by working and at the same time from being at home and caring for their families. Another related reason to predict gender differences in preferences for working hours is that partners within a household may specialize in either market or house work, as argued, for example, by Becker (1965) .
Yet, as stated above, there may be important constraints in attaining the type of desired work. Regulatory and institutional constraints on hours of work may reduce individuals' opportunities to choose between part-time and full-time work. In addition, many workers (men or women) may have to work long hours to sustain their families even if their preferences are for part-time work.
Our results diverge in important ways from those found in developed economies. For the United Kingdom, for instance, a number of authors have shown that after controlling for labor income, the effect of hours worked on job satisfaction is negative (Clark, 1997; Clark and Oswald, 1994; Clark, Oswald and Warr, 1996; Sousa-Poza and Sousa-Poza, 2003) . This effect was also found in a cross-country study by Sousa-Poza and Sousa-Poza (2000) , with the exception of French labor markets (Clark and Senik, 2006) . Van Praag and Ferrer-i-Carbonell (2004) also found a negative relationship between job satisfaction and hours of work for the United Kingdom and West Germany; however, this effect is not present in East Germany. The role of part-time status in the gender gap in job satisfaction has also been recently analyzed with a matched employer-employee survey of British workplaces by Asadullah and Fernandez (2008) .
They found that the UK job satisfaction gender gap remains robust (i.e., women are still happier than men at work) after controlling by firm characteristics. Particularly, they test whether this gap arises because females select workplaces that offer non-pecuniary benefits such as work-life balance practices or part-time possibilities resulting also in some degree of gender segregation in these workplaces. The main findings are that Work-Life Balance practices are important determinants of job satisfaction, although they improve the wellbeing of males and females alike, thereby reducing gender differences only slightly. From their analysis they can only conclude that there are factors other than firm characteristics driving the gender gap in job satisfaction in the UK.
Unlike in these previous works for developed countries, we do not find a preference for part-time work among women. Instead, we find that both women and men tend to prefer full time work, although the preference for working longer hours is stronger for men. We find that partnered women with children, poor women or women working in informal jobs are more likely to prefer full-time work than single women, partnered women without children, non-poor women or women employed in formal jobs.
The rest of the paper is organized as follows: Section 2 discusses the data and the variables used in the analysis and presents summary statistics of the data. Section 3 discusses the estimation methodology. Section 4 presents the main results, and finally, section 5 concludes.
Data and Variables
The analysis in this paper uses a recently fielded, nationally representative household survey in Honduras collected by the National Statistical Office in 2007. The purpose of this survey is to gather information about a number of aspects related with the quality of life (QoL) and the quality of work of the population. The survey gathered data from one randomly chosen respondent aged 18 or older from each household selected to answer the special modulus.
However, in practice, the enumerators were more likely to interview a person who was at home, which led to an over-representation of women. The data have therefore been re-weighted to match the distribution of the population by age, gender and education. The data contain information on 8,282 individuals regarding their individual and household characteristics, living conditions, income, education attainment and health state.
The survey also contains detailed data on objective and perception-based (subjective) work attributes. Among the objective attributes, the survey contains information on wages, hours worked, industry and occupation. It also contains information on job satisfaction and subjective assessments of work schedule, future prospects, job security, job content, stress at work and remuneration. Lastly, it covers individual's perceptions on a number of conditions and public policy in areas related to education, health and public security.
The main variable of analysis, job satisfaction, is measured with the question: "Are you satisfied with the work you do?" and the possible answers are "yes" or "no." There are also other questions related to work perceptions with the same possible answers of "yes" or "no." The question on job security is formulated as: "Do you think you could lose your job in the next six months?"; regarding opportunities at work, the question states: "At work, do you have the opportunity to progress?"; on remunerations the question is "Do you think you earn what you deserve for what you do?'; on stress, the question is "Do you think your job is too stressful?"; on job content, the survey asks "Would you say your job is boring?"; on job safety the question is:
"Do you think your job is dangerous for your health?"; and finally, the question related to the work schedule is phrased as: "Do you have a good work schedule?"
We define part-time work as comprising those workers working less than 40 working hours in a normal week in the main job. However, in order to compare with the American and some European definitions, we also use a definition of up to 34 hours per week (Bielenski, Bosch and Wagner, 2002) One possible concern is that the sample of working women is biased due to an oversampling of women who work at home. We therefore provide statistics for the subset of women who work outside their dwellings. In general, summary statistics for this group look quite similar to the overall sample of women with the main difference that women in the restricted sample are less likely to be self-employed. They are also slightly more educated and more likely to be urban than the overall sample.
Results from estimating a standard Mincer equation on hourly earnings with a female dummy confirm that there is a penalty in earnings for women. 6 The female coefficient is negative and statistically significant (equals -0.40), representing a 40 percent lower average hourly wage for women (results available upon request). Table 2 shows some additional descriptive statistics by gender and by part-time status.
Average educational attainment is higher among women working full-time relative to those working in part-time jobs, while the opposite is true among men. There are also important differences in the nature of the jobs across full and part-time workers. Women in part-time jobs are more likely to be employed in low-skill occupations than women working full time, while the opposite is true for males. Connelly and Gregory (2008) show that in the United Kingdom between 14 and 25 percent of women who move from ful-time jobs experience occupational downgrading. A similar pattern may be present in Honduras, although part of the difference in the skill content of jobs may be directly attributed to differences in education attainment. In terms of industries, women in part-time jobs tend to be more represented in manufacturing than women working full time, while part-time males are more likely to be employed in the primary sector relative to their full-time counterparts. Lastly, a much higher proportion of women in parttime jobs are self-employed relative to women working full time or to part-time men. This may have to do with the fact that, perhaps not surprisingly, women working part time have a higher number of young children than women working full time, while no differences appear among men.
Interestingly, both for women and men, people working part time earn a higher hourly wage than those working full time. Moreover, results from estimating a Mincer equation with a female dummy, a part dummy and part_fem (part-time dummy interacted with a female dummy)
are available upon request. In this regression we obtained significant coefficients for the first two dummies (equal to -0.40, +0.50 and +0.13, respectively) even after controlling for occupations, industries, firm size, job category and individual characteristics.
Women working full time report having more opportunities to progress than women working part time, yet those in part time jobs tend to be more satisfied with their job schedule.
Overall, there are no significant differences in job satisfaction among women working in full or part-time jobs. Instead, while there are no significant differences in their reported subjective work characteristics, men working full time tend to be more satisfied with their jobs than those in part time jobs. 
Estimation Methodology
Recent years have seen an increase in economists' interest in the analysis of subjective wellbeing. One such variable is job satisfaction. 8 Clark and Oswald (1994) consider it a sub-utility function, u, representing utility from working in an overall utility function v=v (u, µ) , where µ is utility from other areas of life. The utility from working is usually represented with a function like the following:
7 Given that the sample may have oversampled women working at home, we re-examined differences among women working in full and part time jobs when excluding women working at home. The results are very similar to the ones presented here except that when excluding this group, women working part time are no longer more likely to be employed in manufacturing than those in full time jobs. 8 The analysis of job satisfaction for different groups of the population turns out to be relevant for different academic and policy issues. For instance Akerlof, Rose and Yellen (1988) , McEvoy and Cascio (1985) and Freeman (1978) all find that job satisfaction predicts future quits, while Clegg (1983) and Mangione and Quinn (1975) show that job satisfaction responses are correlated with absenteeism (negatively) and worker productivity (positively) respectively. The understanding of workers subjective well being thus provides elements to better understand labor market behavior. This setting clearly relies on satisfaction data being comparable across individuals. See more on this discussion in Clark (1997) .
where y is income, h is hours of work, and i and j are sets of individual and job-specific characteristics, respectively.
A methodological issue that needs to be addressed when dealing with perception-based variables is that answers to subjective questions may be influenced by some innate, nonobservable traits, such as individuals' degree of optimism or pessimism. This implies that the error term might be correlated with the vector of subjective, self-reported perceptions about the job such as assessments of job prospects, satisfaction with work schedule or job related stress, because optimistic individuals might be both more satisfied with their jobs and at the same time have a more benign assessment of different job attributes relative to a more pessimistic individual. Another potential problem is that such unobservable traits may be correlated with the choice of jobs (for example, more optimistic people may be more likely to become selfemployed and at the same time more likely to be happier at work). By adding this k as an additional explanatory variable to the job satisfaction equation we
We use a normal probabilistic model (Probit) to estimate equation (2), on a cross-section of men and women. We also examine whether the results obtained with this model are robust to accounting for sample selection into employment, by estimating a full maximum likelihood estimation of the Heckman selection model. In a first stage, we estimate a Probit model of labor force participation including as independent variables, individual characteristics i, plus a number of other household variables which help to identify the selection model, but are assumed not to influence reported levels of job satisfaction. The latter are variables which identify the selection model. They include: number of children under 10 in the household (nchildren_10), and its interaction with female (child_female) and the individuals' own unearned income excluding remittances and subsidies (ynlm_ci).
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This paper thus considers that female-male differences in responses to job satisfaction questions and part-time work reflect a real difference in well-being; it also considers that, once all relevant variables are controlled for, there is no good reason why gender should enter into the vector of i variables in t equation (2), i.e. an identical man and woman in identical jobs and identical working hours should report the same job satisfaction score. Following Clark (1997) , part of this paper will be concerned with what "identical" means, testing for different explanations of the gender satisfaction differential and concluding that such differences are not fully explained by differences in individual or job characteristics (objective and subjective).
As stated before, individuals operate within a number of constraints, which may restrict their choices, and force them to accept or continue in less desired jobs. These constraints may in turn be different for women and men. The following results shed some light on which constraints are more binding in terms of optimal choices. 14 An F test of the joint significance of the coefficients on part_time+part_time*female indicates that women also prefer full-time work, but to a much smaller extent than men.
Results

Part-time Preferences and Gender: Compensating Differentials, Selection or Expectations?
Gender differences in preferences for part-time work remain once subjective work job attributes are added as controls (column (3). In fact, accounting for these differences in job characteristics yields larger coefficients (in absolute value) both for part-time and part-time interacted with female. The better we account for differences in jobs, the stronger the preference of males for full-time work, which suggests that cultural norms, rather than job characteristics, shape workers' preferences for working longer hours.
We assess whether gender differences are driven by unobserved heterogeneity in individuals' outlook which is correlated with individual's preferences for part-time work. This would happen for example, if more optimistic individuals were also more likely to work full or part time, and if there are important differences in optimism between males and females. As stated in Section 3, the hypothesis behind our approach is that by capturing these differences in optimism and controlling for them, we remove any correlation between part-time and the error term, and therefore obtain consistent estimates. The results of this exercise are presented in column (4), where we also control for differences in job tenure across workers. The latter may be important, as women tend to have much lower tenures than males. Accounting for such 13 We do not restrict the sample further than this; however we did try some restrictions to the sample. First, we kept only the married or partnered individuals where the female partner was aged 25 to 50, as in Booth and van Ours (2008) . Second, given the issues with our data, we also try keeping only those women working outside the home.
Results remain unchanged for all these sub-samples. 14 When instead of labor income we include the subjective variable "well remunerated" alone, we also find clear gender differentials, evidence that this subjective variable captures earnings quite accurately.
differences does not alter the results in any significant way. If anything, it strengthens the overall picture of strong preference for full-time work among males, with a smaller, but still significant preference for full-time work among women.
Differences in satisfaction with part-time work by gender could be driven by differences in labor market participation across women and men. Thus, the unobserved true distribution of well-being at work may be identical across gender (once their explanatory variables are controlled for) but, if dissatisfied women are less likely to be in employment or in full-time jobs than men, the observed distribution of job satisfaction will be biased for the usual reasons. In
Honduras, only 42 percent of women are active in the labor market, compared to 90 percent of men. 15 16 In addition, and unlike in developed countries (Clark, 1997; Booth and van Ours, 2008) women in Honduras are more likely to be in self-employment than men (41 percent vs. 39 percent) and both genders have about the same probability of being unemployed (about 3 percent for both men and women). Therefore, differences in the employment rate (82 percent of men vis-à-vis 40 percent of women) need to be taken into account. The underlying assumption is that potential job satisfaction is related to the probability of being employed; if there is no relation, even non-random participation will yield a random sample of job satisfaction responses. The results in column (5) show the results of taking selection into account as discussed in Section 3.
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As predicted, there is a positive correlation between participation and job satisfaction, indicating that individuals who are more likely to be satisfied at work are also more likely to participate.
However, accounting for this correlation we still observe higher job satisfaction of men in fulltime jobs relative to women.
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We conclude the examination of the relationship between part time work and job satisfaction by presenting results separately by gender and type of part-time work (marginal or substantial) in Table 4 . Columns (1) and (2) show a different coefficient in part-time work across men and women: negative and statistically significant for the first and close to zero and not 15 We define labor market participation as being either in employment or unemployed, with the latter defined as people without a job but who have searched for a job during the week of reference. 16 As a matter of comparison, in the UK, the corresponding figures for the 16-64 cohorts are 67 percent of women and 86 percent of men. 17 The technique employed is full maximum likelihood estimation of the Heckman selection model. 18 The correlation between the participation equation and the selection equation is positive, which implies positive selection bias in women's satisfaction. This finding suggests that the job satisfaction distribution observed for paid women is higher than would be found for comparable women workers who choose not to participate in the labor market.
statistically significant for the latter. Column (4) shows that the negative coefficient for men is driven by a large negative coefficient on substantive part time work even if earnings and the other characteristics of jobs are accounted for. Instead, women do not display any differences in job satisfaction across the different categories of part or full-time work.
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In sum, the results presented in Tables 3 and 4 indicate substantive gender differences in the relationship between part time work and job satisfaction. While, everything else constant, men are more likely to be satisfied with their jobs in full time work, women's satisfaction is only mildly higher, or depending on the specification, not affected by full-time work. This differential emerges even after accounting for differences in a large set of objective and subjective job characteristics, or for a different degree of optimism or selection into employment. Such differential preferences are instead likely to be shaped by social norms regarding traditional gender roles, with men deriving more self-esteem from working long hours.
Job Attributes Preferences and Gender
Given that men and women seem to have a different taste for hours of work, we next explore whether they also exhibit a different taste for other job attributes. This can further inform on how preferences are shaped by gender. Comparing the coefficients on objective and subjective work characteristics by gender (presented in Table 4 ) we observe some noteworthy differences. We find, for example, that men reporting stressful jobs are less likely to be satisfied with their jobs, while this relation is not significant for women. Interestingly, as discussed in Section 2 (and Table 2 ) men are also more likely to report that their jobs are stressful. In contrast, reporting having a monotonous job reduces job satisfaction for women but not for men.
Other job characteristics impact the probability of job satisfaction for women and men.
For example, considering one's job to be well remunerated, or reporting opportunities of progress at work, have a large positive impact on job satisfaction which is nearly identical for women and men. Reporting high job insecurity has a large negative and statistically significant effect for all, but the effect is twice as large for women. This suggests that women may have a lower tolerance for risk and/or a higher preference for protection, which is consistent with the finding that women are more likely to be affiliated with social security in Latin America (IDB, 2008) . Finally, another noteworthy difference is the larger and statistically significant coefficient 19 Excluding women working at home does not change the results.
on earnings for males compared to a smaller and not statistically significant coefficient for women, suggesting that earnings have a larger bearing on job satisfaction for male workers.
Part-Time Preferences, Gender and Marital Status
Men and women with different family responsibilities are likely to have different attitudes towards part-time work. In this section we examine the relationship between job satisfaction and part time work depending on the nature of the living arrangements of individuals. To do so, we run our basic regressions splitting the sample by gender and between married (or partnered) and non-married individuals. The results are presented in Table 5 . Only coefficients for part-time work and earnings are presented, but the specifications control for the full set of variables is included in Table 3 (column (4)). We find large differences across living arrangements. Single, divorced or widowed women are more likely to report they are satisfied with their jobs when working part-time than when in full-time jobs. In contrast, the part-time dummy is not statistically significant among married or partnered women. Both married and single men have a strong preference for full-time jobs, but the coefficient is only statistically significant for married men, given the larger number of observations in this regression.
The former indicates that there are important differences in preferences between single and married women. What may account for this difference? We postulate that this finding can relate to the fact that married women are more likely to have children, which in turn increases their need to work full time to sustain their families. So, even if we account for earnings, a higher number of dependents may increase women's willingness to work longer hours to make ends meet. To further explore this hypothesis, we re-estimate the regressions presented in the first four columns of Table 5 and include a variable that takes the value of 1 if a woman works part-time and has children. The results presented in columns (5) and (6) in Table 5 Overall, we do not find that women with children exhibit a higher preference for parttime work as a way to obtain some earnings and still take care of the family. Instead, these results suggest that "unconstrained" women (without families) are more satisfied working less, while "constrained" women (married, and in particular when they have children) are more satisfied working longer hours. Is satisfaction with full-time jobs thus influenced by unobserved heterogeneity related to unmet needs? We now turn to this question.
Job Satisfaction, Gender and Poverty Status
The results presented in the last section suggest that there are important differences in preferences for part-time work between women with and without families (in particular women with children). Here we test whether this result is driven by the fact that 50 percent of women in the sample are poor (with 27 percent in extreme poverty), which implies that they and their families cannot afford the luxury of working few hours.
In order to test this hypothesis, the first specification we run (not reported) was based on Table 3 and included per capita household income as a control. As the reesults did not change substantially, we concluded that if income has an effect, then that effect must be non-linear.
Therefore, our preferred specification in Table 6 shows results by poverty status.
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Columns (1) and (2) show that after controlling for individual earnings, individuals in poorer households have a stronger preference for full-time jobs. It also shows that while men always have a stronger preference for full-time work than women, poor women prefer working full time more than non-poor women. Notice that another way to interpret the results for poor women is that they are more constrained in the number of hours they work than non-poor women, perhaps due to lack of full-time work for these workers. Results are similar if controlling for selection bias (not reported).
women in developed countries. 22 Such flexibility would be afforded by the much higher proportion of informal jobs, which would entail among other aspects, greater schedule freedom than other more formal activities. Furthermore, previous studies have characterized informality as a convenient option for workers when their corresponding job in the formal sector is less desirable, given the flexibility and non-pecuniary benefits of autonomous work (Perry et al., 2007; Pagés and Madrigal, 2008; IDB, 2008) . To test this hypothesis we re-estimate our main equations adding a set of interaction variables to assess whether women in self-employment (Table 7 , column 1) or in informal employment (Table 7 , column 2)-defined as workers in either self-employment or employed in firms of fewer than 10 employees-exhibit a higher preference for full-time jobs than women employed in formal jobs (83 percent of women working part time are in the informal sector, suggesting that part-time jobs are almost a synonym of informality in this economy). 23 The first column shows that there are no significant differences in the preference for part-time jobs among salaried and self-employed workers, with none of the interaction terms with self-employment being statistically significant. The second column however, shows that a preference for full-time jobs is only found among those in informal jobs.
This suggests a job satisfaction penalty for working part-time among those employed in very small firms. While this finding could be interpreted as evidence that women in informal jobs can better combine work with other activities and therefore have a lower relative preference for part time jobs, there is another plausible explanation for these results: women in informal jobs are more likely to live in poor households and therefore, even accounting for their earnings, unmet needs reduce their satisfaction when working part time.
Conclusions
This article examines the relationship between hours of work and job satisfaction. We find a significant gender satisfaction differential in terms of preferences for full-time jobs. Quite surprisingly-and unlike the results found for some European women-we do not find a preference for part-time work among women. Instead, we find that women working full time are more likely to report being satisfied at their work than women working part time. For their part, men exhibit an even stronger preference for full-time relative to part-time jobs than women.
Our results are suggestive of the fact that working full time is valued because it allows increasing per capita household income. Contrary to our expectations, married women with children exhibit a stronger preference for full-time jobs relative to single women or to married women without children. Poorer women are also more likely to value full-time jobs than nonpoor women. Finally, women in informal jobs-particularly those employed in small firms-are also more likely to prefer full-time jobs than those employed in larger firms. These results suggest that many women are labor supply-constrained, working part time not by choice but rather because of the lack of more work. This has a bearing on child care policies, as poor parents may leave their children unattended while enduring long working days.
Finally, it is important to be mindful that workers' preferences and experiences can vary substantially not only across gender and poverty status, but also by race, age, location, and other dimensions. Therefore, data that document such differences should be collected and taken into account in the design of policies. Such heterogeneity is difficult to reflect when working with samples as small as the ones discussed in this paper. These shortcomings notwithstanding, the analysis presented herein points to the many potential benefits of collecting and analyzing this type of data. Note 1: Non-missing observations. Note 2: Education 1 = 1 if no education; Education 2 = 1 if primary school completed; Education 3 = 1 if high school completed; Education 4 = 1 if college completed; Ind1= 1 if agriculture, hunting, forestry and fishing; Ind2= 1 if manufacturing; Ind3 = 1 construction, retail, restaurants, transport and storage; Ind4 = 1 if electricity, gas, water, financial institutions, insurance and social services; Ocup1 = 1 if professionals, scientists, technicians and middle-level professionals; Ocup2 = 1 if clerks, service workers and sales person; Ocup3 = 1 if farmers and fishermen; Ocup4 = 1 if operators, artisans, plant operators; Ocup5 = 1 if unqualified workers.
Non-labor Earnings = monetary or non-monetary income from pensions, retirement, leasing, government programs, scholarships, remittances. Informal jobs are defined as self-employment or workers employed in firms of less than 10 workers Note 3: Significance *** p<0.01, ** p<0.05, * p<0.1 960 Women (excluding those working at home) Non-labor Earnings = monetary or non-monetary income from pensions, retirement, leasing, government programs, scholarships, remittances. Informal jobs are defined as self-employment or workers employed in firms of less than 10 workers Note 3: Significance *** p<0.01, ** p<0.05, * p<0.1
Women Men Note 1: Non-missing observations. Ind1= 1 if agriculture, hunting, forestry and fishing; Ind2= 1 if manufacturing; Ind3 = 1 construction, retail, restaurants, transport and storage; Ind4 = 1 if electricity, gas, water, financial institutions, insurance and social services; Ocup1 = 1 if professionals, scientists, technicians and middle-level professionals such as clerks, teachers and nurses; Ocup2 = 1 if service workers and sales person; Ocup3 = 1 if farmers and fishermen; Ocup4 = 1 if operators, artisans, plant operators; Ocup5 = 1 if unqualified workers. Note 3: Significance *** p<0.01, ** p<0.05, * p<0.1
